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1. Introduction 
The globalisation of trade and the increased competition between economic players that have 
characterised recent decades have resulted in the emergence and the spreading of new forms 
of work and employment. Knowing that employment status remains the main vehicle for the 
acquisition of various social rights, these new forms are contributing to an increasingly 
marked social divide between “strategic” workers with secure status, and “peripheral” 
workers or other categories of assets, whose career paths are marked by insecurity and 
discontinuity. In such a context, more and more analysts of the labour market seem to agree 
on the necessity to establish a new “social contract” (Roustang et al, 2000) which would 
permit the equitable sharing of the cost of reforms required to re-establish growth in Europe, 
both among groups of the same generation and between successive generations, without 
undermining the main social benefits achieved until now. 
The concept of flexicurity, the showpiece example of which is the “Danish model” (Madsen, 
2004), has been increasingly presented as a favoured way of dealing with the deregulation of 
the labour market (Wilthagen et Rogowski, 2002). This approach is attractive due to its basic 
principles, as it seems to permit the resolution of a contradiction which is gradually eroding 
the foundations of the European social model: maintening the “welfare state” in a liberalised 
and deregulated economic context. Nevertheless, despite the keen interest it is stimulating, 
flexicurity remains normative, highly ideologically connotated, and not very operational. This 
is a major problem, as this approach is not intended to remain purely theoretical.  
First of all, we can notice that flexicurity is mainly envisaged in a macro-economic and 
macro-social perspective, as a strategic policy centered both on the institutional reforms of 
labour markets and welfare states (Viebrock & Clasen, 2009; Auer, 2009; Giesecke, 2010) 
                                                          




and on the transferability of national models of flexicurity (Wilthagen, 1998 ; Wilthagen & 
Tros, 2004 ; Andersen & Mailand, 2005 ; Bredgaard & al., 2006). Such a vision of flexicurity 
is based on an ex post analysis of structural changes occurred on the Dutch (Visser & 
Hemerijck, 1997) and Danish labour markets (Madsen, 2004; Pruijt & Droge, 2010), 
considered as «  flexicurity models ». However, such models are currently severely 
questioned after the worldwide financial crisis of 2008-2009 (Auer, 2010). Moreover, a very 
important limit of the current literature on flexicurity must be highlighted: the lack of 
empirical evidence. Flexicurity remains at this stage an « open concept », non operational as 
such and not tooled for concrete applications.  
Most definitions of flexicurity take into consideration new forms of continuity (notably in 
terms of social rights) in a context increasingly characterised by discontinuity (especially in 
terms of career paths). We here propose to consider flexicurity as a policy that encourages 
positive and quality transitions in a given institutional context. It means that not only the 
output of the transition must correspond to an improved situation for the individual worker 
(positive transition), but also the transition process by which this progression has been 
operated (quality transition). 
We consider then that a flexicurity policy highlights the positive transitions, that is to say, the 
progressive transitions: inactivity or unemployment to employment or a job towards a better 
job. It also seems important that the transition process itself is of quality. We talk about 
positive and quality transitions. We will see later how to define this quality of the transition 
process and how it is translated into concrete indicators. 
The contextual aspect is also very important as we have already said. Indeed, these transition 
policies are divided in various institutional contexts which are useful to take into account to 
understand the data and perspective with regard to this context. We will therefore propose a 
series of indicators to characterize the institutional contexts. 
In order to make these concepts of transition and flexicutity more concrete, we were asked by 
the Belgian Department of Employment, Labour and Social Dialogue to conduct a 
methodological study destined to improve flexicurity indicators currently available at the 
European level (EMCO
2
). This paper presents a synthesis of our methodological proposals for 
assessing the quality of job transitions on the labour market. 
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2. Transition table 
Concerning job transitions, most research are focused on the output, not distinguishing it from 
the process and they don‟t pay attention to the quality most of the time. According to 
Brzinsky-Fay, in a very recent paper, “the  explorative  dimension  of  transition  analysis  
remains  somewhat  underdeveloped, because most studies are limited to descriptive, 
bivariate cross-tabulation of individual transition – i.e. status change – frequencies. This 
limited operationalisation of transitions has certain effects on the theoretical dimension of 
transitions. The question “What is the difference between a transition  process  and  a  status  
change  (event)?”  remains  unanswered  and  undiscussed” (Brzinsky-Fay, 2010, p.7). 
In order to measure the quality of job transitions, we propose to separate clearly the process 
from the result of positive transitions (transitions towards or within employment). We 
consider then the job, on the one hand, and the transition process in itself, on the other hand. 
The process in itself represents the concrete reality of events occurring between T and T+n, 
between the input and output of the transition. The input can be a job or no job as the output 
can be a better job or getting a job. 
Starting with this transition quality table, four possibilities can be considered reflecting how 
important both the output and the process of the transition are: 
 
Positive transition quality 




+ Inefficient High 




The output (job) can be of bad or good quality as well as the process. If both are good, the 
transition is high. If both are bad, the transition is poor. If the quality of the process is good 
but the job quality is bad, we consider that the transition is inefficient, leading to a bad quality 
job. The painful transition is the fourth case, leading to a good job but through a transition 
process of bad quality.  
We can illustrate the four possibilities with some examples from the literature. 
The inefficient transition (+/-) seem to happen in job coaching and outplacement practices 
(Orianne, Moulaert et al., 2004). These innovative processes are not binding for job seekers. 
They have choice to participate or not, which indicates a certain quality of the process (+). 
However, these people are rarely employed at the end of the process or at least don‟t find a 
quality job (-). 
The opposite is the painful transition (-/+). The workfare policies (Davoine and Gratadour, 
2004) can illustrate this type of transition. Indeed, these forced employment policies are very 
binding and sanctioning and don‟t respect the individual freedom of choice, which gives a bad 
quality to the transition process (-). However, we could consider that the output of the 
transition is good as a lot of people finally get a job.  
The third case is the poor transition (-/-) which can be illustrated by what Orianne calls 
“clinical treatment of the unemployed” (2005). These coaching policies for unemployed are 
obligatory and binding. They have to work on their employability and on themselves but they 
are forced to do so. The process is bad (-) but the output too (-) because they can‟t find any 
job anyway. 
And the last possibility is the high transition (+/+). Gazier (2003) give different examples of 
employment policies related to transitional labour markets (TLM) which illustrate well this 
transition case. The first example is the Foundation of Work in Austria (pp. 147-148) 
introduced in the early 90‟s which helps to manage transitions between two jobs avoiding a 
division between employees by supporting the outplacement of all of the leavers. The second 
example is the Danish leave (pp. 152-159). This system was instituted between 1996 and 
2000. The principle is to fund the leave of an employee and his replacement with special 
assistance when the replacement is an unemployed person. At the end of the leave, the worker 
resumes his post but his replacement has gained significant experience and can resume his job 
search with better references. The third example concerns Finland (pp. 202-204) where 
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“Experience is a national asset” (1997). This country focuses on skills development at all ages 
and takes different measures for old workers. More than 55 years old can choose between 
multiple options leaving early or delayed, progressive or not. And finally, “Time for the city” 
in Italy, started in 1995 (p 307-308), is another example of high transition as this policy tends 
to give the possibility to get a better balance between work and family life for women. Italian 
mayors reviewed then the opening hours of public services, shops and work schedules. These 
four examples can show good transition processes (voluntary, respecting freedom of choice, 
etc.) (+) and good transition outputs (better quality job, new job, etc.) (+). 
Most authors don‟t separate the process from the output of the transition and don‟t consider 
their quality. That‟s why the focus of our paper is related to the quality of the transitions and 
how to evaluate it. In order to measure concretely the job quality, on one hand, and the quality 
of the transition process on the other hand, we suggest diverse indicators which will be 
supplemented by context indicators needed for the coherent interpretation of the transition 
data. We will then develop three dashboards of indicators respectively related to job quality, 
transition quality and the institutional context. 
3. Job quality  
If society recognizes the right to work, which minimum qualifications does employment 
require so this right can be exercised under acceptable conditions? 
We note here an important distinction between the concepts of work and employment. The 
work consists of the terms of use of the workforce, while employment is a quasi-status, with 
elements of stability and standardization by the legal norms (Gaudu, 1987). 
Decent work, decent job, right to work, quality work, etc., literature abounds with words for 
the quality of employment or work. The ILO introduced the term "suitable employment” in its 
conventions 44 and 168. 
 
Freyssinet considers the concept of suitable employment acts instead of those of "full 
employment" or "right to work". Thus, "this is the notion of" suitable employment”which 
becomes the touchstone for assessing the types of goals of the Employment Policy” 
(Freyssinet, 2000, p. 28). Meda (2000) and Concialdi (2000) speak of today extended full 
employment. This concept brings certain requirements: 
 guarantees on career paths throughout the career; 
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 a mode of social organization which provides in the workplace and elsewhere "the 
plural nature of human development " (Meda, 2000); 
 unemployment but short duration (Pisani-Ferry, 2000); 
 sustainable growth and job creation. 
 
Today, the mere fact of employment no longer guarantees the satisfaction of the needs of the 
workers „needs or their social integration. Given the diversity of employment paths, a larger 
class is emerging, that of "active" or "professional status". Employment is a benchmark for 
various rights related training, leave, professional conversion, etc. 
The right to employment is no longer enough: the minimum guarantees and qualities that 
must represent the work to be socially acceptable should be specified. 
 
The ILO report in 1999, Decent work, extends the concept by insisting that "every woman, 
every man can have access to decent and productive work in conditions of freedom, equity, 
security and dignity" (ILO, 1999, p.3). 
 
For Freyssinet, the terms "suitable employment" and "decent work" are not significantly 
different (Freyssinet, 2000, p. 36). They can translate the qualitative requirements which 
alone give socially acceptable content to goals of full employment and labour Law. 
 
There is no universal definition of permanent and suitable employment, except in very 
abstract terms. It fluctuates depending on the situation of the labour market, employment 
policies, workers, unemployed, etc. 
 
Decent work? Suitable job? It is important for us to go beyond the term to decline concrete 
indicators of quality of work or employment. To develop job quality indicators, we mainly 
drew inspiration from two recent studies on the subject: Davoine, 2007 and Muñoz de 
Bustillo, 2009.  
 
A. Beyond the salary and satisfaction to measure the job quality 
Lucie Davoine completed his doctoral thesis in economics on the specific issue of job quality. 
She takes as starting point the 2001 Laeken indicators of job quality. The ten dimensions of 
job quality chosen by the Laeken Summit are: 
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•  Intrinsic job quality; 
•  Qualifications, education and training throughout life and career development; 
•  Equality between women and men; 
•  Health and Safety; 
•  Flexibility and security; 
•  Inclusion and access to the labour market; 
•  Work organization and balance between work and private life; 
•  Social dialogue and worker involvement; 
•  Diversity and non-discrimination; 
•  Overall economic performance and productivity. 
Much of Davoine‟s work revolves around worker satisfaction seen by the labour economics 
and the economics of happiness that she intersects. She concludes the first part by saying: "We 
were able to demonstrate that the two criteria used in the literature, wages and satisfaction, 
are not sufficient to account for all the issues underlying the concept of quality of 
employment. Indeed, the salary does not always reward training efforts, and it does not make 
any discomforts or risks at work. Ultimately, it should recognize the multidimensional nature 
of job quality and put it in an open system, embedded and dynamic, like the TLM”. We totally 
follow her reasoning. 
The second part of her thesis is to analyze preferences of workers in Europe through four 
surveys: ECHP, ISSP, EVS, ESS
3
. She thinks that "the determinants of job satisfaction and 
preferences in respect of employment in Europe are heterogeneous, but comparisons are 
evident between groups of countries usually distinguished in the institutionalist and 
culturalist literature." Here we see the emphasis on institutional context, which coincides 
exactly with our approach in which we identify context indicators relative to the heterogeneity 
of data. This part can highlight what may be good jobs for European workers and make a link 
with a third part especially interesting for us because she amends the existing concrete 
indicators and then offers her own grid of indicators. 
To compile her list of indicators, Davoine has inspired numerous studies and lists of existing 
indicators: Anker et al., ILO, Tal, Green, Brown et al., Auer and Cazes, Atkinson et al., etc. 
She thus takes into account the diversity of existing indicators in her analysis to only keep 
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arguments to support that it deems relevant and so provide her own grid of indicators (see 
Appendix 1). 
B.  Job quality: a multidimensional concept  
Another interesting research was conducted by Muñoz de Bustillo and his team, on behalf of 
the Committee for Employment and Social Affairs of the European Parliament on the issue of 
job quality. These researchers are examining different approaches ultimately lead to a matrix 
of indicators of the quality of the job. We will take it as a base and we will complete it 
slightly, including indicators from the Davoine„s work to establish our dashboard of indicators 
of what we call the quality of the job as well. 
The study questioned first job satisfaction as an indicator and shows the limits. "Summing up, 
although job satisfaction related to might be job quality, there are many other variables not 
related with job quality (dissonance on thinking, adaptive expectation, etc.) affecting the level 
of job satisfaction. From this perspective, this variable is ill-suited as a year gold output 
'catch-all variable of job quality "(Muñoz, p. 36). 
Muñoz then attempted a slightly less subjective approach: asking workers to define the 
criteria for a good job. "In short, the valuation of job attributes varied According to the 
workers' basic socio-demographic characteristics and, in addition, between one and another 
country. The non-negligible discrepancies found across the different national cases suggestive 
that building was job quality indicator for each country would be quite would reduce tedious 
and transparency "(p. 44). 
The authors consider that the job quality is a multidimensional concept and it seems 
appropriate to mix a subjective approach asking people what criteria should make the quality 
of the job and a more scientific approach drawing on various current concepts of social 
sciences. 
 
The study then examines the dimensions to be taken into account when measuring the quality 
of the job. It is interesting to note here that Muñoz considers the quality of the job as a static 
characteristic of the job. It does not take into account the transitions from one job to another. 
The idea is to evaluate the quality of work and employment in a given location regardless of 
turnover or the global movement of people between jobs. He considers the job regardless of 
who occupies it and tries to characterize it as such. We agree with this idea. It seems 
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important, as we already mention it, to distinguish transitions between jobs and the jobs 
themselves. 
The grid drawn up by Muñoz (see Appendix 2) is the basis of our job quality indicators 
dashboard. It has several advantages: attention is granted to both work conditions and 
employment relations (the term job combines the concepts of work and employment) and the 
positioning at individual level for the collection of data. « Job  quality  refers  to  the  impact  
of  the  attributes  of  existing  jobs  on  the  well-being  of workers. Therefore, in one way or 
another, every measure of job quality will necessarily be based on information collected at 
the level of individual workers » (p. 53). « Again,  as  job  quality happens at the individual 
level, it is only at the individual level that these interactions can be studied, so by constructing 
the indicator at the aggregate level we would be losing some very important information » (p. 
55). 
C. Job quality indicators 
We believe that these two elements are very relevant for grasping the quality of the work and 
employment. We then added several indicators from the work of Davoine, on the one hand, 
and from the existing list of indicators from EMCO (see Appendix 3), on the other hand.  
One cannot fail to observe that a set of indicators proposed by Davoine are in this grid. 
However, we wish to supplement it with some indicators still lying at an individual level and 
which appear relevant to deepen the quality of employment, such as the balance of private and 
professional life, the involuntary aspects of employment or the travel time home - workplace. 
We do not add indicators for training because we will find the indicators of lifelong learning 
as contextual indicators. We do not consider the indicators related to transitions here since we 
propose to make a theme in itself, separated from the quality of the job. 
The indicators we have added to the grid of Muñoz are marked in bold italics. It seems 
important to consider these additional indicators. Two European surveys today provide the 
data related to these indicators: LFS (Labour Force Survey) for employment and EWCS 
(European Working Conditions Survey) for work. However, as proposed by Muñoz, it would 
be preferable to have a single data source in order to operate the crossing around a single 
individual. 
 Thus, our dashboard of indicators allows assessing the quality of the job, which is considered 










Physical working conditions 
Effects of work on health (physical and psychological) 
Physical and psychological risks 
Work pace and load 
Social environment at work 
Meaningfulness of work 
On-the-job learning 
Coherence between position and skills 






Type of contract, stability 
Involuntary part-time work 
Involuntary temporary work 
Working hours  
Distribution of working hours (anti-social hours, clear boundaries, 
flexibility) 
Balance between private life  and work 
Wage 
Social benefits 




Job quality is the first element to be considered to measure the quality of labour market 
transitions. We add then the quality of the transition process in itself.  
4. Transition quality 
The Transitional Labour Market (TLM) theory has emerged in the early 90s. It wanted a 
reform of employment policies. For Schmid, the founder of this concept, it was to see the 
"transitions" that a person can accomplish in the labour market and around it, identify 
desirable transitions and involve new rights. The TLM was then defined as "systematic 
management and negotiated transitions (temporary positions), the latter corresponding to the 
total mobility (changing jobs or status, miscellaneous leave, promotions ...). Systematic 
because transitions are seen in their interactions, because the negotiated public policies on 
employment are often unilateral and should be reinserted in the management by the actors 
themselves, their career paths and personal "(Gazier, 2005, p. 302). 
 
"Transitions" are defined as any deviation from the baseline established by the full-time and 
permanent contract. These transitions can be arranged or left to individual initiative. They can 
also be progressive or regressive (critical transitions - Gazier, 2003, p. 136). 
 
Most writers who address the issue of transitions do not address their intrinsic quality. They 
perceive as quality a transition leading to a better situation for the individual, thus focusing on 
the output of the transition and not on the transition process itself.  
 
The transitions system theory (Raffe, 2008), for example, considers a four level analysis of 
transitions which makes no distinction between the process and the output of the transition. 
They introduce the concept of „generic conditions for successful transitions‟. 
This concept is implicit in several policy analysis, such as the OECD‟s (2000) Thematic 
Review.  They  identified  six  „key  ingredients  of  successful  transition  systems‟:  a  
healthy economy;  well-organised  pathways  that  connect  initial  education  with  work  and  
further study; widespread opportunities for workplace experience to be combined with 
education; tightly knit safety nets for those at risk; good information and guidance; and 
effective institutions and processes. These conditions for success apply to all transition 
systems, although the  policies  required  to  ensure  that  they  are  satisfied  may  vary  across  
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systems. Some academic researchers have proposed similar lists of conditions or functional 
requirements, but  at  a  high  level  of  abstraction (Van  der  Velden, 2001). 
 
The only author who could inspire us concerning the transition process quality is Gazier 
(2008). He proposes, as a result of Schmid (2008), four principles to define "good 
transitions": 
 "Increasing individual liberty (or autonomy), giving people more power, not only in 
financial terms but also through transfers in terms of participation in employment 
decisions affecting them. In return participants to the labor market may agree to 
assume more risk, more duties and obligations. 
 To promote solidarity in the management of social risks and risks of the job market. 
This involves the inclusion in programs of redistribution, the most privileged workers, 
who are at less risk and are better able to insure them. 
 Search the effectiveness of measures accompanying the transition, through a process of 
specialization, coordination and cooperation. This most often takes the form of a 
mixture of public and private contributions in the formulation and implementation of 
relevant policies, and requires conditions negotiated decision-making. 
 Mobilize the arsenal of techniques for risk management: monitoring, evaluation and 
self-regulation, through a largely decentralized approach or management by 
objectives. This principle requires the search for better co-determination of 
stakeholders, whether at the firm level, at local or regional level "(Gazier, 2008, p. 
118). 
 
To assess the quality of transition process, we envisage all the possible transitions between the 
five main fields (Schmid, 1995): training (initial or on-the-job), employment (salaried or not, 
full-time or part-time), unemployment, unpaid useful social activities (domestic and family 
tasks, volunteer work, activism) as well as retirement (progressive or total) and inactivity.  
 
Many transitions are possible between these five fields. Even if the policy of flexicurity 
focuses mainly on positive transitions (towards employment), we believe it would be 
advantageous to have indicators that enable the quality of all the transitions to be gauged, 
including when they are regressive (i.e. towards unemployment). 
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In light of the fact that it is scarcely documented in relevant literature, the quality of 
transitions was approached via a working group set up for the occasion with different persons 
involved in labour market policies (employers, unions, economic and social public 
institutions, etc.). This workshop helped to highlight the dimensions of quality, applicable to 
all processes of transition, regardless of the starting position in T and the arrival of T + n. A 
quality transition needs: 
• to be the result of a choice (but if it is not experienced, you need to be able to 
anticipate); 
• to get a quality support which is characterized by different dimensions: speed of 
implementation, effectiveness, decentralization, consistency, frequency of 
monitoring and non-discrimination; 
•  to be secured; 
• to give the possibility to acquire new skills. 
Few indicators exist, and this is why we present, in our dashboard, (see below) a series of new 
questions that we proposed to incorporate at European level into the Labour Force Survey 
(LFS) to gauge the quality of the transition process. We therefore also suggest data collection 














RESULT OF A CHOICE  
 
 Reasons for this choice 





If no, see this dimension:  
WITH POSSIBILITY OF 
ANTICIPATION OF THE 
TRANSITION EXPERIENCED (job to 
unemployment, regression within job or 
relocation) 
  
WITH SUPERIOR QUALITY SUPPORT 
 
 
Existence of support 
 If not, see the following dimension 
 If yes, continue 
 
 
Speed of implementation Maximum time from initial notification by the 
employment agency (in case of unemployment 
only => new question) 
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Efficiency SEE indicator 19.A4 (EMCO): active labour 
market policy: situation after departure 





Institutional coherence:  
are there cooperation agreements between the 
different levels of authority in charge of support? 
Frequency of monitoring  
Non-discrimination (gender, age, race, 
handicap, etc.) 
Distribution of participants involved in active 
labour market measures (gender, age, etc.) 
WITH A CERTAIN AMOUNT OF SECURITY 
DURING THE TRANSITION 
  Risk of poverty for people who have 
experienced a transition  
 Risk of poverty for people who have not 
experienced a transition 
WITH POSSIBILITIES OF ACQUISITION of new 




5. Institutional context  
Considering flexicurity as a policy that encourages positive and quality transitions in a given 
institutional context, it seems essential to address context indicators in order to characterize it. 
Indeed, it appears essential to take into account all the specific issues in a particular country in 
order to ensure a consistent interpretation of the data. For example, the implementation of the 
same transition policy in different countries will reach different results according to the 
specific institutional context. This "institutionalist" view will improve the interpretation of the 
standard indicators of positive transitions developed above. This is necessary in order to 
increase the relevance but also the comparability of flexicurity at European level. Taking into 
account the institutional forms will modulate the operating indicators of flexicurity, 
considering the institutional specificities or not, and also to draw lessons from transnational 
benchmarking done on that basis. 
 
Inspired by studies measuring welfare states (Esping-Andersen, 1999, 2001; Palier and 
Bonoli, 1999) or describing contemporary forms of capitalism (Hall, Soskice, 2001; Amable, 
2005), we propose a series of new indicators to characterize institutional spaces within which 
transitions are managed and negotiated.  
We suggest to take into account contextual indicators related to lifelong learning, 
development of the labour market, social protection and social dialogue, in order to increase 
the relevance of the diagnosis.  
Here is an overview of the major dimensions and sub-dimensions of the context indicators 











unemployment, employment and wages 
labour costs  
labour market policies 
Social welfare social spending  
social inclusion and pensions 
employment protection 
private / professional balance 
growth 
Social dialogue   
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A. Lifelong learning 
The first dimension of the context indicators is the lifelong learning (LLL). It seems necessary 
to take it into account as LLL is a condition for upwards transition. Specific skills are needed 
to make progress on the labour market. We decided to place it in context indicators because 
indicators of LLL can characterize the global context within each member state rather than 
transitions in the labor market. Thus, overall spending in education, the number of graduates 
of higher education or the extent of dropout, for example, tells us the context for lifelong 
learning at the macro level. 
B. Labour market  
The characteristics of the labour market in a country are a very important context dimension 
to ensure a consistent interpretation of the transitions data. We classify the labour market 
indicators into three main sub-dimensions. The first "unemployment, employment and wages" 
and the second "cost of labor" are indicators directly taken from "The labour market" in the 
Eurostat database. The last sub-dimension "Active labor market policies work" takes as basis 
the 6 indicators "political labor market" of EMCO (19.A3, 19.A4, 19.A5, 19.A6, 19.M2 , 
19.M3) to which we add some indicators from the Eurostat database. 
 
C. Social welfare 
The social welfare level of a country is also a dimension we have to integrate in order to 
understand better the data on transitions. Indeed, same results in different countries may hide 
very distant realities.  
Regarding welfare, we have integrated the EMCO indicators "Social Security" - which are not 
already in the dimension "Labour Market" (19.M6, 19.M7) -  and those relating to "Work and 
privacy "(18.A5, 18.A6, 18.M3) to indicators from the "Social Protection" database  of 
Eurostat. These indicators are directly inspired by the social protection indicators of the Social 
Protection Committee. So we took indicators on social spending, social inclusion and 
pensions, employment protection, balance between work and private life as well as growth. 
We selected those we thought were both broader and more relevant to characterize the context 
of flexicurity in the Member States. 
 
D. Social dialogue 
Finally, it seems important to consider the context indicators related to unionization and social 
dialogue. To do this, we mainly use the work of the International Labour Office (2005). 
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"Social dialogue includes all types of negotiation, consultation or simply exchange of 
information between representatives of governments, employers and workers on issues of 




It seems important to understand at a macro level that workers can express their concerns on 
various issues related to work and participate in making decisions that affect their working 
conditions. The ability of workers to organize themselves freely to defend their interests 
collectively in negotiations with the employer is also an important indicator of context. 
The right to strike and lockout is one measure of the failure of social dialogue. Therefore, it 




The debate around flexicurity is mostly ideological and related to public policies analysis. As 
Auer (2010) asks:”Is flexicurity falling now?” The issue now is to evaluate these public 
policies. How is this concept concretely implemented in different countries? Which public 
policies are developed to reinforce flexibility and security? How could public authorities 
measure the results of their policies? Different ways can be taken to do so (Dunn, 2003; Dye, 
2007; Nagel, 1999). In a quantitative methodological perspective, this paper helps to feed the 
political debates between European or national public actors by developing flexicurity and 
especially transitions quality indicators.  
 
Considering simultaneously the indicators of job quality and of process quality, we can 
localize each transition in the table presented above and qualify its nature: high, poor, 
inefficient or painful. More generally, this table gives us the possibility to evaluate labour 
market transitions in a specific country and to advise policy makers about the choices they 
have to make. However, such data must be situated in their specific institutional context.  
 
This research could help us to highlight the following points. 
 
                                                          




Firstly, it should be remembered that any transition is a process in its own right and deserves 
to be taken into consideration and evaluated. The indicators in the dashboard relating to the 
transition process enable this reality between T and T+n to be described and evaluated, and 
contribute to the debate on transition support policies implemented in the Member States. Our 
approach to flexicurity, as a policy encouraging positive and quality transitions towards and 
within employment, helps to take into account this dimension of process quality and move 
beyond the mere assessment of transition output quality. 
 
Secondly, as regards job quality and transition process quality, we recommend an approach 
focused on data collection at a very specific level. Indeed, we believe it is necessary to obtain 
the data for an individual from a single source in order to gain a better grasp of his or her 
career path. We consider then that a longitudinal approach should be implemented.  
 
Finally, we put forward a global and clear vision of flexicurity and the precise institutional 
context in which it is situated through context indicators. The data obtained for job quality 
and transition process quality can therefore be put into perspective in the light of the 
contextual data.  
 
Our main recommendations to feed the political debates about flexicutity are thus the 
following:  
 It is crucial to take into account the two intertwined dimensions of any job transition: the 
process and the output of the transition, in order to enrich our understanding of the 
concept. 
 It is important to make comparisons of indicators and data by incorporating institutional 
contexts. Indicators related to job transitions cannot feature „as is‟ in international 
comparisons: it is imperative that they are linked to their specific institutional context. 
 The use of deliberative practices should be systematic and political debates about the 
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• Rate of long-term unemployment 
• Share of temporary employment contracts (fixed-term contracts) 
• Share of working poor (segmentation) 
• Transition fixed-term contract -> permanent contract 
• Transition to non-employment 
• Transition non-employment -> Employment 
• Median wage 
• Minimum Income 
• Earnings mobility upward 




• Cost of training per participant 
• Number of hours of training per participant 
• Training paid by employer 
• Training costs for the unemployed as% of GDP 
• Expenditure on education as% of GDP 
• Proportion of population with a diploma of secondary school 
• Agreement between the post and the skills 
• Using computers 
•Participation in training measures and education 
• Participation of the least educated in the training 
• Training and informal learning 




• Ability to influence working hours 
• No night work / Saturday / Sunday 
• Not more than 10 hours a day 
• Control over breaks 
• Accidents at work 
• Health risks in the workplace (exposure to vibration, radiation, noise, low or high 
temperatures, dangerous substances, heavy lifting, strenuous or painful positions, repetitive 
tasks) 
• monotonous tasks 
• Control over the order of tasks, methods of work, speed work 
• Fast turnaround and strict / high working speeds 
• Discussions on working conditions 
• Union density 
• Coverage of collective agreements 
 
Gender and reconciling work and family life: 
 
• Working hours for satisfactory family life 
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• The impact of motherhood on employment 
• Services for young children (under 3) 
• Involuntary part time women 
• sector segregation 
• Occupational segregation 
• wage differential between men and women 
• Difference in unemployment rates between men and women 





































Appendix 4: Context indicators 
                                                          
5
 http://www.emploi.belgique.be/moduleDefault.aspx?id=25994 (indicators de flexicurité de l’EMCO) 
6
 http://epp.eurostat.ec.europa.eu/portal/page/portal/statistics/search_database (base de données - indicateurs Eurostat) 






 Total public spending on education  
 In-company training (expenses) 
 Expenditure on training for the unemployed (with regard to 
employment) 
 Cost of on-the-job training per participant 
 EMCO5, UOE 
 EMCO, CVTS 





 Percentage of the population participating in training during the reference 
month 
o By age and gender 
o By level of education 
o By type of contract 
 Percentage of workers participating in training during the reference month 
o By age and gender 
o By level of education 
o By type of contract 
 Percentage of the unemployed participating in training during the 
reference month 
 Number of hours of training per participant 
 Number of hours of training per unemployed person 
 
 EMCO, LFS 
 +  LFS 
 
 EMCO, LFS 
+   LFS 
 













 Employment rate, by highest level of education attained. 
 Unemployment rates of the population aged 25-64 by level of education. 
 Percentage of the population from 20 to 24 years who have finished 
higher secondary education.  
 Percentage of the population from 18 to 24 years who have not finished 
higher secondary education and who are no longer in schooling.  
 Average level of training of the population from 18 to 24 years NEET 
(not in education, employment or training) 
 Higher education qualifications  
  Distribution of adults according to the level of education and professional 
status  
 In work at-risk-of-poverty rate by level of education  
 Individuals´ level of computer skills 
o By region and by gender 
o By professional status 
o By level of education  
 Individuals´ level of Internet skills 
o By region and by gender 
o By professional status 
o By level of education 
 Languages 
 Learning skills (learning to learn) 
 Adult skills 
 Rate of job placement 
 Rate of certification  
 Rate of withdrawal from training (indicator to be developed) 
 
 Eurostat, LFS 
 EMCO, LFS 
 EMCO, LFS 
 




 Eurostat, UOE 
 EMCO, EFT 
 
 Eurostat, SILC 




 EMCO, ICT 
household survey 
 
 AES: H1, H3 
 Pilot survey 
(2008) 
 PIAAC (2013) 
 LMP 
 AES : C 20 











 Employment rate by gender 
 Total harmonised unemployment per gender 
 Long term unemployment rate by gender 
 Average exit age from the labour force by gender 
 Harmonised unemployment by gender – age class 25-74 
 Employed persons with a second job  
 Quarterly job vacancies and job vacancy rates, total NACE_Rev2 (sections B 
to S) 
 
 Average gross annual earnings in industry and services, by gender 
 Gender pay gap in unadjusted form 
 Tax wedge on labour cost  
 Tax rate on low wage earners by marginal effective tax rates on employment 
incomes 
 Minimum wages 
 Eurostat, LFS 
 Eurostat, LFS 
 Eurostat, LFS 
 Eurostat, LFS 
 Eurostat, LFS 
 Eurostat, LFS 
 Eurostat,  
NACE_Rev2 
 
 Eurostat, ESS 
 Eurostat, ESS 
 Eurostat, OCDE 
 Eurostat, OCDE 
 Eurostat,  
NACE_Rev2 
Labour cost  Labour cost index 
 Total wages and salaries 
 Social security paid by employer 
 Other labour costs 
 Hourly labour costs 
 Monthly labour costs 
Eurostat, Labour Cost 
Index (LCI) collection 
Labour market 
policies 
  LMP expenditure per person wanting to work   
  LMP expenditure as a percentage of GDP  
 LMP public expenditure by type of action 
 LMP measures public expenditure by type of action 
 LMP support public expenditure by type of action 
 Activation and labour market support 
 EMCO, LMP 
 EMCO, LMP 
 Eurostat, LMP 
 Eurostat, LMP 
 Eurostat, LMP 
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 Preventative approach to reduce the inflow into long-term unemployment 
 New start to reduce the inflow into long-term unemployment 
 Activation of registered unemployed 
 Participants in labour market policy measures, by type of action 
 
 Beneficiaries of labour market policy supports, by type of action 
 Persons registered with Public Employment Services 
 Tax rate on income of low wage-earners - Low wage trap 
 Tax rate on income of low-wage earners – Unemployment trap 
 Inactivity trap 
 Existing assessment of support measures 
 
* The marginal effective tax rate for an “inactive” person (METR it) can be used as an 
indicator of the size of the so-called inactivity trap. It aims to measure the short-term 
financial incentives to move from inactivity, unpaid work or unemployment where no 
unemployment benefits are received into paid employment and is defined as the rate at 
which taxes increase and benefits (mainly minimum income or social assistance 
benefits) decrease as a person takes up a given job (OCDE, 2004, p. 38). 
 EMCO, LMP 
 EMCO, LMP 
 EMCO, national 
sources 
 EMCO, national 
sources 
 EMCO, LMP 
 Eurostat, LMP 
 Eurostat, LMP 
 EMCO, OCDE 
 EMCO, OCDE 
 OCDE * 
 National sources, 





SOCIAL PROTECTION  Social expenditure 




Social inclusion and 
pensions 
 At-risk-of-poverty rate 
o By age group 
o By household type 
o Of elderly people 
o In work 
o By highest level of education attained 
o Before social transfers by gender 
o After social transfers by gender 
o  
  Relative median at-risk-of-poverty gap 
 Inequality of income distribution 
 People living in jobless households, by age group 
 Care of dependent elderly (Eurostat – SP Committee) 





 Eurostat, SILC 
 Eurostat, SILC 
 Eurostat, LFS 
 EPC- AWG 
Employment 
protection 
 Existence of notice and length of notice 
 Social cover during the notice 
 Trial period and duration 
 Compensation rate of welfare 
 Number of weeks during which the benefits can be maintained 
 Number of working weeks required to be eligible for benefits 
 Number of days wait before receiving benefits 
 OCDE 
 National sources, 
data to be 
collected 
Balance between 
private life / work 
  Childcare  
 Employment impact of parenthood  
 EMCO, SILC 
 EMCO, LFS 
Growth  GDP per capita in PPS 




















SOCIAL  DIALOGUE  
 Union membership rate 
 Rate of cover of social dialogue (% of workers covered by 
labour/management bodies) 
 Rate of companies affiliated to an employers‟ organisation 




 National sources, 
data to be 
collected 
